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Exccutive Registry

DEPARTMENT OF DEFENSE

NATIONAL DEFENSE UNIVERSITY
WASHINGTON, D.C. 20319

853359

REPLY TO October 1, 1985
ATTENTION OF:

Personnel and Administration Division

Honorable William J. Casey
Director

Central Intelligence Agency
Washington, D.C. 20505

Dear Mr. Casey:

Each year the National Defense University extends invitations to agencies
outside Department of Defense to nominate candidates to attend the courses at
both the National War College and the Industrial College of the Armed
Forces. This year it is a pleasure to invite you to nominate four candidates
for the National War .College and one candidate for the Industrial College of
the Armed Forces to attend the course commencing August 4, 1986,

The U.S. Office of Personnel Management has agreed that completion of the
10-month resident course at the National War College and the Industrial
College of the Armed Forces exempts participation in the Executive Development
Seminar and enables civilian employees to be certified as managerially
qualified for a Senior Executive Service Appointment. A copy of the Office of
Personnel Management letter dated July 18, 1984 addressing this exemption is
enclosed. To assist you in the selection of candidates, I have enclosed an
extract from the Department of Defense instruction which establishes the
criteria for selecting Department of Defense civilian employees as students.

A key part of the learning process at the National Defense University is
the exchange of ideas, knowledge, and experiences among the military and
eivilian students who represent a variety of agencies and functional
activities. It is especially important that each nominee considered is a
career executive who can be expected to continue in Government Service and
attain future positions of high responsibility.

To insure that students are identified and curriculum established, there
are two critical dates: nominations must be received not later than March 15,
1986; and each nominee must have a final TOP SECRET clearance and have
initiated a Department of Energy "Q" clearance and a Special Background
Investigation or equivalent for access to SCI not later than May 1, 1986. Ve
also request that each nominee furnish a copy of his/her personal history.

Please feel free to have your staff contact my Registrar at 475-1996 if
they have any administrative questions.

N 7 _ /7
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I am confident that the participation of your personnel in our program
will be mutually beneficial.

Respectfully,

@'d D. Lawrence

Lieutenant General, U. S. Army
President
Enclosures
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1430.5 (Encl 3)
Jun 26, 78

CRITERIA FOR SELECTION OF CIVILIAN EMPLOYEES OF
THE DEPARTMENT OF DEFENSE FOR ATTENDANCE AT
THE JOINT COLLEGES

1. The opportunity of having civilian employees attending the joint college
affords the Department of Defense another means of assuring that key civilian
personnel are properly equipped to carry out responsible duties in the
Department. It is important that the necessary time and attention, including
the endorsement of the candidate by a high-level committee, be devoted to the
selection of nominees for this purpose, if the Department is to take full
advantage of this opportunity. In the selection, the following criteria will
be observed.

a. The employee must have an appointment without time limitation and
must have competitive status if employed in the competitive service;

b. The employee selected for the National War College or the Industrial
College of the Armed Forces must occupy a position in grade GS-15 or above.
In a few instances, employees in grade GS-14, who have demonstrated an
exceptionally high potential for advancement, may be considered for
selection. The employee selected for the Armed Forces Staff College must
occupy a position in grade GS-12 or above;

c. The employee must have demonstrated a potential for higher level of
responsibilities in the DoD;

d. The employee must have arrived at a point in his career development
where the specific educational opportunity offered by each of the colleges is
appropriate and desirable for his future development within DoD. Careful
consideration should be given to the employee's probable future assignments
and responsibilities and a judgment made concerning the applicability of the
college's program to his development;

e. Because of the extremely broad scope of the college courses,
employees nominated should have demonstrated a capacity to adjust themselves
readily to a variety of substantial fields, to master complex subject matter
quickly, to appreciate the problems and understand the implications involved
in economic, political, technological, administrative, and military planning;

f. One of the learning techniques used by the colleges is small group
activity. Employees nominated for attendance at one of the colleges should,
therefore, have demonstrated an adaptability for work in small groups as an
approach to the educational process;

g. The employee should possess the educational background, maturity, and
poise to meet on an equal footing with the other military students (Army, Air
Force, and Marine Colonels and Lieutenant Colonels, and Navy Captains and
Commanders at the National War College and the Industrial College of the Armed
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Jun 26, 78

Forces; Army and Marine Corps Lieutenant Colonels and Majors, Air Force
Majors, and Navy Lieutenant Commanders at the Armed Forces Staff College).

h. The employee must have or be able to obtain clearance for access to
Top Secret information.

i. The employee must desire to attend the college.

J. In order for the DoD to profit by the investment in personnel who
take a course at one of the colleges, only employees who are expected to be
available for further service in the DoD upon completion of the course should
be nominated. Therefore, an employee nominated for the course must be
willing, if selected, to agree to remain with the DoD for a minimum period of
3 years upon completion of the course, or for such a portion of this 3-year
period as his services may be required.

2. Deviations from these criteria may be made only in exceptional cases if it
is considered to be in the best interests if the DoD, and then only upon
approval of the Head of the DoD Component concerned, or his designee for this
purpose.

3. In addition to meeting the criteria in 1 above, employees nominated for
The National War College should hold a position or be earmarked for one in
which the political military affairs curriculum of The National War College is
relevant. While specialists in technical or scientific matters are eligible,
experience has shown that such persons also must have a strong background in
the matters which are covered in depth in the curriculum. These include such
national security fields as: International Affairs, the relation of military
policy to foreign policy, the decision-making process, the US domestic
environment, US strategy, plus an array of elective courses relating to US
national security issues. The employee must have a broadly based educational
background and be intellectually capable of future senior level assignments in
planning, intelligence, and other joint activities, of the DoD, National
Security Council, Department of State, USIA, AID, ISA, CIA NSA, and other
national security-oriented agencies. The National War College program
requires a high degree of participation (oral and written) on national
security related topies.

4, In addition to meeting the criteria in 1 above, employees nominated for
the Industrial College of the Armed Forces must hold a position, or have been
selected for a later assignment to a position, which entails considerable
decision-making responsibility in the management of national security
resources, including the related economic, social, political, environmental,
technological, administrative and military factors. Further, the employee's
position should be one requiring an understanding in depth of the principles,
policies, operations, and organizations involved in national and international
security affairs.
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FPM letter 412-4 O INCHIpOTher in FOA
Chapter 412
SUBJECT: Executive, Management, and Supervisory Development RETAIN UNTIL SUPERSEDED
_{ Fen Latters 920-%; =3, =7, =9, =11, =12, =13, and=15: o '
,x.r'g_'“”g_"d.d, _ i N : : \\‘aShlnmC)n. D ¢ 202
' R v - : : . July 18, i%:z:

-

Head: of Deparivme'mé and Independent Establishments

r N e = - . -
H . -

. .
B

1. Since the passage of the Civil Service Reform Act of 1978, many FPM letters
snd bulletins pertaining to executive and management development have been issued.
A separate FPM chapter devoted solely to supervisory development has also been
. {esued. To clarify and consolidate the past FPN fssuances on executive and manage-
sent development, as well as to reflect the natural progression from supervisory
development through mamagerial snd executive development, OPM-has produced a ne

. ¥PM Chapter 412 on Executive, Manageaent, and Supervisory Development. ,

3

2. The purpose of this letter is to trsusmit the revised chapter and to clarify
vhich FPM bulletins and latters regarding executive and management development are
obsolate (see attachment 1). This letter also rescinds FPM Chapter 411:on Super-
visory Development. R - _ :

.. 3. The new chapter emphasizes hov establishing a systematic process for developing
.. smmcutives, managers, snd supervisors. is iaportant to the goal of achieving the
2 .most effective and efficient Government possible. . In developing the new chapter,

w v provisionsiwsrs.dncluded “to either incorporate or address the Grace Commission's -

- recommendatises—on ‘traimiag and development services. - N .

RO Y Tbua.uiuchuiully no-major .policy changes,“but rathér a refocusing to make
“ U GW's gutdsnes ‘clearer and ‘more cehesive.: There is 5o change to Parz 412 of
< f-title.S, Code of Pedsral Regulations. :

'S5,  Previous ¥YPM i{ssuances had required SES Candidate Development Program partici=’
pants to atténd OPM's Executive Development Seminar unless specifically exempted.
The new chapter requires participants to attend a current, formal, interagency,
executive-level training experience approve’ dy OPM. The Executive Developnment

. Seminar is only oune of- several programs that nov may be used to satisfy this re-

" . quirement. Attachment Z contains ‘the .complete 1ist of programs currently approved

- by OPM, ' ‘ ' . S - '

6, Changes in the provisions for SES Candidate Development Programs may have an
effect on current program participants (principally in the areas of exemptions to
the requirement for attending the Executive Development Seminar and of length of
certification following completion of the program). In such instances, current

Inquiries: Office of Training and Development, Workforce Effectiveness and
' Development Group (202) 254-7086
Code: 412 = Executive Development

Distribution: PPy ; .
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FPM Letter 412-4 (2)

‘progzas participsats have the option of complying with either the previously issued requirementsor
© v .. the.eew:-gequizensnts. Individuals entering s SES Candidate Donlomnt...,rro;nm tououmg the
R «ed!!uun dats of 2his letter sust coaply with the sew requiresents.

LR aemdm-rmurummmmwl)., ' ‘

| Atmh_tnn
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Attachment 1 to 7PM Letter 412-4

- This FPM lettar ‘supersedes several FPY letrecrs ‘in the 920 serles (Senfar Executive 3ervice). The
throo previous “¥Pi- letters In the 412 serles were superseded by other {ssuances in the past. To-
avoid even the ‘slightast chaace for confusidn, this attachment 1ists all obsolate >r suparseded
(froa whataver source) FPM letters and bulletins in‘both the 920 and 412 series having to do .salely

vith exacutive, managewsent, aad supervisory developnent. -
1Y Lettar Subject
. 920-2 Monitoring Executive and Management Prograa Plans
920-3 Merit Staffiay for SES Caadidate Developaent Programs -
920-6 Criteria for Exceptions to Attendance at 2PM's Executive Development 3eminar
920~7 : Discontinuance of Advance Qualification Review Board Certificatioa for th2
S SES based on Demonstrated Executive Experience
'920-9 Requirements for Qualification Review Board Review of 3raduates of SES
- ‘ , Carididate Deavelopment Prograas v ' ‘
920-11 | Monltoring Executive and Management Development Prograas Pisas — FY 1332
< 920=12 ™. - Critsria for Exceptions to Completion of OPM's Executive ‘Developaent Seminar
923-13 .* - Continifing Developrient of Seaior Executives . : ’
920-15 fsnagensnt Developmen' ' . S
Al12-1 " ‘Zutdeltdes for Execiyfive Developaent in the Federal Service
" 412%2 - . ‘Execative @nd .Manggement Developement _ T .
412-3. 7  selecting Participants for Executive Development Prograns

. _ye pullettn . _ Subject .

s e . o -

2 S

R b R -SES Cendidate Devglopaent Progiass .
R Y & + “Report of Execfitive sud Maaageaent Developaent \Activities
- 412=2 . Proposed Regulstions on Executive Development
412-3 Relocagion of Berkaley Executive Seminmar Centar" R
412~4 ‘Pinal Regulations on Executive and Managemant Davelopsent
412-5- Executive and Managemeat Development

A
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Attachaent 2 to PP Lettev 412-4

.

L A'Snucum 3-21:(1) of the nw m Chaptet” JIPuqntm participauts. tn 4.-SLS Cudtdam nuulomt
.-" Progean. to-:perticipate. ia: a  currant, :formel,:intacigency; . executive-level tuiniug c‘wum
lpptovod by Ol’ﬁ. The tratning qxporuncu curtcntl.y upprovcd by DPH are:

i inw e the Tmmtutive Developeent Sealnar offerad by 0P,
s Y e the rejular prograf of the National Var College,
v == tha regular progras of the Industrial College of the Armed Porcit‘,

LTy - thc .Coantemporary Executive Dovclopncnr. n-inar at tho George Uuhingt.on
T - University, :

TR < iy ghe Ky Enecutiss Wt tb Anri.m lahm.lq.
B “the 13-week® Senier Eascutive: ‘!ellon Progran st lhmrﬂ Bnianuity‘
" ' &cmndy School of” Ganrnmt, and

) m Sentoc. Ixstative’ ‘Mmttou-mu- of OrM's. ‘hditnl -‘Exgcutive
ZTastitute (but only when pricr written agressent has been mads with the
: _7 -.ttutituu staff that the ptogm is to utinfy the requifewent of
lubucuon 3-2b(2)).
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Attachment 3 to 7P4 Letter 412=-4 ()

FP4 CHAPTER 412

. SUBCHAPTER 1. EXECUTIVE, MANAGENENT, ASD SUPEKVISORY. DEVELOPYENT POLICIES

' " - olel. Executive, Ha'g. genment, nnd} Supcniléty ( E=M=-S) :Dcvnlopment.

£

. ‘l'll'toughout the P‘d‘t‘l" governnant, sét\vAlqg' the public intecest requires manajeaent axc:llence

- == managerial hshavior -‘that results ;nfthc' §ucca"sfu1 Mpleme'\tat.lon of ageacy policies and programs..

" .. ‘Bxecutives, mansgers, and supervisors toustituta the aamageleat tean in Faderal 1gencles. “Wwmia-

" . tainiag the quality and cfficioncy of Federal projrams depends on the responsiveness of an ajency's

uusuont tasn, sioce {ts umbcrs dlroct the agency's employces who administer those prograns.

Achhvtng nnd suaulning unag.mnt cxcollcnce within a 7management team requires that an ajency

: cu-ure uppropthte levell of oxper:ue among its managers through aanageaent jevelopment, which

= “ilpgspgnizes. that the cmnz.nchl required of successful wanagers are geunarally 4i{stinctive ani may
: nothlu been ntqnird in the" ;immstmcns of 2 speciauzed carees or’ r.ochnl.-.al otnupaﬂon.,

;_i_ as Purposs of Dcvcloment. E-\!-: dgnlopuént is-s syiuutic procus Jheteby exscutives,

- .. managess, ‘and supervisors. uchhu mageme-at sxcellence by masterin3 the competencles that will
allow their organizatiens to {sprove effectiveness and efficiency while responding flexibly ta ned
demands. The dcvcﬁmt of"utcﬁdnfz,‘ ‘nx"iugcri; and supervisors {s not a remeiial process but @
positiwe stratagy ts iacressa unnllnm:e in-government.

i’- E Mt as a ?mfeui'n. The ‘vast -jotlty » of matiagerial positions are filled dy men
RS r:c"iﬂ voses ulund kc-uu cf ucinieal qual fimio’n& demonstrated in a specialized -profession or -
e w £1414, “The- nature of mnngtria“l tmettnttn. homt'r, ‘establishes managemenz as & distinct
mond m‘ofu’!ion for which the uctmleal .zomm:w ‘of the. first profession became collateral..
vbe '!h‘nsludruh aist be. prepared for @itk dareful delideration and snalysis. amgnitien of
~--the nsed for additionsl preparation {in this =getond caresr” s the basis for the required prode—
- umry period fcr ncwly cppoinud oupetvisors and managers in the competitive service, and the -

requirenents to dcvclop unbera of and candidates for the Senfor oncutive Service (SES).

1-2. Legal and Regulatory Basis.

_ Palicy and practice in the area of E-M=5. development are grounded in s synthesis of three
RS uplnti_ but complﬁdtat,nrus_p‘f statute and mmgulatida concerning training, probationary periods,
+ smd asnagement developaent.

a. Executive, Msnagement, and Supervisory Training. S USC 4133 requires agency heads to

establish training programs t» increase economy and efficiency {n the operation of the agency and
to raise the standards of employees' performance of their official duties to the maximum possible
level of proficiency. More .pecific.lly, 5 CFR $410.201 requires agencies to review short- and
- long=tera :tﬂuing program’ ueds by occupations; orgni:auonl, or other appr@rute groups. An
sgency's lunagelnent team of its emcutives, managers, and supervhors represents one 'such group .ot

occupation Por whon ‘these standards of performance and tralning needs must be addressed.

Sanitized Copy Approved for Release 2010/01/07 : CIA-RDP87M00539R003205240002-1



.
¥

i

T pe—

my -

——

o 1-"¢3,-’-

Sanitized Copy Approved for Release 2010/01/07 : CIA-RDP87M00539R003205240002-1

Attachment 3 to FPY Letter 412-4 (4)

‘ ?robationa'ry Periocd for Supervisors and ’hnjgern in the Competitﬁe ‘Service. With the aim
of. p'mvirling for- 'gnnd.ndminismtian ‘of the Fedarsl government, S 1SC 332]1.establishes w- mandate
-for a period -of- prohlurm bcfuu -ioizial appointment as. a . supervisor.or ungor in the :onpctizive
. sarvice. hcma :final. _OPY takes -this' to.mean zlat—qcnciu have an obngntion to consider the
, compstencies and possible development needs of nnuly ppoinud supervisors lnd nlnugux during this
‘trial: parind, : > '

« .= ®s Menegement Devalopment. Under 5 UST-3393(c)(2).snd 3396, agencies with SES positions must
sstablish programs for the development of candidates for and incumbeat members of the SES; S5 USC 3397

‘authorisas DPM to prescribe regulatory guidmu for thess prograas. Uuder 5 USC 4118, OPN has the

:.opon:ibill:y £0- {saue ngulluon. containing . the priaciples, aundardl. and related rcqulumcnta
. - for ‘ancy traiaing programs. Consistent uith these statutory authorities end obligations, S CFR

_’.« _ﬁmm Tegquives spencies 1o sstablish smecurive and mansgeneut. davelopesnt progrsns to identify -

- .- ond address -the . hv.lnmmt ‘needs oi r.httr‘ ummunt t.un:, nd providn -criuru for' those
~ - programs. '

. To. dcttnc the .target groups for. E-M-S developmsnt yro;rnn adequately, two sets of criteria

lbuld be connidorcd- one is based un the 1lsval of managenent rasponsidbilities and tha other on
-~ . oategories of aanagers at esch level.

229~ fe. . lavel of Mans nagement. - ‘ Managers at AiHmu organizationsl’ levels -ars designaterd-as execu-
:ino. mmpu, .gad. supervisors, . cnnulm& th other s ol zhnn terms by OPM. Dtlttnctiom
h.:nua levals .ars. lmln most . clearly in--téras of- dukm ta . the uhuneo of jcb- at nch

,,~ ;;«-.1. That is, at.higher levele; iobduties sad: requirensnss shenga in-.scope and breadth snd nor

Limet a.thit--inmnuy ‘0T ‘technical’ sudisct mattar. Thus,:4f ¥ pereon uoves froa' superrising
thru people to supervising th.‘.rty. dut the job still requires only a narrow focus on imnediate
.vork. unit produc:ion. the psrson is still concidetod & supervisor.

(1) Criteria for defining executive positions are set forth ia S USC 3132(a)(2). The

"duties and responsibilities of such positions must be classifiable adove - the GS/GM-15
level.

~ {2) Managerisl and suparvisory gooitionc are defined in sccordance Ilth the Supervisor
. ,-...; .7 . . Grade-Evalustion Suide published by OPM. Those definitions can also be ?E in
B ‘subchapter 9 o? F2M Chapter 3135,."Prodation on Initial Appointment to s Supervisory
' -+ or Managerial Position.”

b. GCatagories of Managers. For any level of managenent, three groups of people can be iden-
tified wvho may have different development requirements:

(1) Incumbent executives, managers, and supervisors;

. ..,,:(2) Recently .selected executives, sanagers, snd supervisors (f{.e.,, thoss for whom the
- ~-nature of their new position 1: substantially diff‘nnt. as describdbad nbon); and

{3) 1Individyals with the . potentul to . bocm omuuvn. sanagers, and supervisors vhen
vacancies occur. )

: ;:.f ‘rniget Groups. . By differentiating target groups using these criteria (and other relevant,
agency-specific criteria), égencies can de{ihe development needs more appropriately. The needs of

the new “supervisor can be distinguished from those of an incumbent supervisor or & new manager.
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Attachment 3 to F24 Letter 312=-4 (3}

FP4 CHAPTER 412

SUBCHAPTER 1. EXBCUTIVE, "MANAGEMENT, - AND SUPERVINORY DEVELJPMENT POLICIES

1-1. Executive, Hanagement, snd Supervisory (£-%-S) Developmemt.

Throughout the Federal sovctmi'cnt, sérving the public intecest requires manajement excelle&e

. - == wmanagerial behavior that results #n the successful 1mp1e.mntatton of agency policies and programs.
Emscutives, managers, and ‘supervisors coastituta the aanageaent tean in Faderal ageancizs. “ai-

- tafning the quality and efficiency of Federal programs depends on the responsiveness of 1a azency's
management team, since 1its menbers direct the agency's eaployeces who ajdminister those prograas.
Aphteving and sustiining management excellence within a managenent team requires that an ajency

. ensure abptoprtate levels of expertise among 1its managers through wanageaent ilevelopment, which

. - reSpgnizes that the competencies required of successful managers are gensrally distinctive and may
a0t have bun‘, acquirsd {n the circumstances’ oY 3 specialized tareer.or technical .occupation.

a. Purpose of Development. ~ E-'!JS develoment is a systematic process shereby ‘ex'ecutives.
mamagers, and’ supervisors athieve manszeneat ._e‘ée'nem;.:é by .nﬁsuung the competencies .that will
allow their ‘orzanizations to improve effectiverness snd efficiency wvhile responding flexibly to new
dlninds. The development Jf exeéuttves’, managers, #md supervisors-is not a reme-’llat.,process‘ but &

.positive strategy to incresse excellence ia government.

’lg._ Hanljgmt as a Profession. . The.vast: ujo:!ty of msmagerial: positions are filled by men

“::, cnd womed selct:ed becluu of- teci’mtcll qual ficatlo'xs demonstrated 111 a specialized profession or
L rcartcr field. 'l'he nature of nnagerul competencies, hoveve?, nta‘hltrhcs asnagement s & distinct
gsecond profession fo¥ which the technical compet.encics of the first wnfession become collataral.

I The sanagerial role whet be prepared for with carafil deliberstion and analysis. Recognition of
= tim-#feed for additiouml preparaticd in this “second career™ 1s the Basis for the required probe-

tionary petiod for aewly ﬁbp’o!n';gd” p:'upervfso'n and'uanagers. in the competitive service, and the’

requirements to crc\;elop m.mbets'of and candidates for the Senfor Executive Service (SES).

1-2. Llegal and Regulatory Bnis.

. Policy and ptactlce in the area of E=4=3 development are grounded in a synthesis of three
separate but compleasntary afeas of. suute and teguhtidn concarning training, probationary periods,
'and wmnagement development,

a. Executive, Management, and Supervisory Training. 5 USC 4103 requires agency heads to
establish training programs t» fncrease economy and efficiency in the operation of the agency and

to raise the standards of employees' performance of their official duties to the maximum possible
level of proficiency. More specificslly, S5 CFR §410.201 requires agencies to review short- and
long-tarm training program wmeds by occupations, organizations, or other appropriate grouwps. 4n
agincy‘s ~ﬁugemt team of -its execytives, managers, and supervisors represemwts one such grogp or

occupation for whom these standards of performance and training needs must be addressed.
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. Attachment 3 to FP{ Letter 412-3 (S

2-M-S devalopment programs can then be taflored to increase their accuracy and impact. Figure !
‘depicts thase nanagement levels and types of people and shows_ how career progre:_sion OCCUrS 8CTOSS
the management levels. ' ) C

Figure 1.

C - " THE FEDERAL MANAGEMENT TEAM:

TARSET GROUPS FO:. DEVELOPMENT,
RECRUITMENT SOURCES, AND CAREER PATHS

THE FEDERAL MANAGEMENT TEAM
TYPES OF PEORE B
SUPERVISORS MANAGERS EXECUTIVES
NCUMBENTS
CENT
APPOWNTMENSS, -
m-mms . " '
D OUTSIDE
' GOVERN-
MENT
. . R R
TECHNICAL
SPECIALISTS

NOTE: h:tr arrow rcpresents tnput. to the levels on the tunagemt team; width
of the arrow 1ndicates relative frequency frow each recruitment source.

1=4, Agency Roles.

Agencies must take the finitiative to ensurs. their own management sxcellence. At & minimu,

- they should design.and. .dntnimr effactive E-N-8. dcnlopun: prograss that sanfora to the specifi-

~&.” sstions outlived in. section 2-1, using OPM services and assistancé as needed. Beyond that, however,

agencies should foster management excellence by establishing an environment where it is expectel,
developed, recogniazed, and rewarded.

1-5. OPM Role,

OPM's role is to provide leadership and direction to Federal agencies as they move to ensure
sanagement excellencs within their manégcment teans. . This lesdership involves utting policy anj
offering guidance for the development.of executives, managers, and aupervisors, while monitorirn:
the Pederal government's progress toward achieving management excellence. OPM will fulfill this

role in partnership with the agencies by making a full range of services available for use as
needed (see section 2-2),
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mn:n\z. EmM=S. m.mmmr PROGRAM REQUIREMENTS

,‘-'2-1.“0“:.1 Requirements. ’
<.~ Agency E-M~S. development programs must:

B P hﬁa- 2-14~3 positions as part of 3 distinct. sacond - profsssion - with roapatsncy ragquire-
- . veugnts Wayond those of a specialized occupational [ield.

b. Issue a statement ‘of the agency's policies and strategies for achieving the management

_ oxcclhm pnl that best addrcuu the spacial features of the agency's aission and personnel

mda at. all organizational lcvdo. This policy statement: should be the primary vehicle for com-

M:ﬂz&-m head‘s - cmlmt'm-.u- “"secand . profession” concapt, and the funding and
L 3. . lonh aeeded 1o weet that goal. '

{
S T mnn that the . developaent: pto;tu(l) for cmnuns, umgnn, and supervisors are
R e.lonly eoordinated. to ‘provide eontstucy, duild on a: .cﬂ-on Lompetsncy hnc, and uininize overlap
. and mnecmty COIt‘.. Since: Executive  Resources” )ardo (ER8%s) have specific operating responsi~
-bilitiss under S CFR $412.107 for agency executive sad management development prograas, they vill
<. ba the decision-making bodies _that can assure this requirsment is mst through their strategic man—
.7 <agessnt of & cohesiva developesnt systsm. for sn agency’s total sanagenent . tesn. ' '

* - v Be- m ‘tadividuel. and agency. dsnlnv-nt'andi for:exscotives,- sanagers, and: sﬁpetvisoﬂ
< in tares, of. mmmcm and. chazacteridtice- uqnu-u \nt aach ummial level for the success-

. fad Wd paltcinnd.mu mu.-um. ~; SRR . o
-v <.l RecOghise the special tmpbreince &mtﬂyﬁ«-ﬂ wagting Ltadividial- devslopasnt -ageds
= :<«@a8 8 parson sakes critical - career .transitions to ‘become. €. eV SUPETrvieor, DEW WAUNZET, “Or MOV
- gxecutive; and sstablish meeting those needs as an agency priority. . '
":..:f. Include both initial and' continuing development of executives, managers, and supervisors.
3. ldentify lnci plan fér both short- and loag-tern a(cncy managenent development needs using

% ptojocud'unrkfotcc requireagqnts and poundu changes in agency miuion and goals.

R m:mum&mmwmmm ‘

*mtu;; tutationul assigaments, special work projects, long-term educztion snd trsining m:mt,
etc.) in determining the best and most economical sethod of fulfilling {ndividual developaent
needs.,

i. Operate in s manner that easures their full integration with the agency’'s other personnel
~ v - sansgesant prograns aad systsas, such as recruitment, selection, compensation, performancs manage-
. ment, affirmative employment, " mtuou dmgmt, -gnd tomatttng managerisl - resource  needs.

:r 4. Establish an: 0uluuon sysStem~to: assess -both progran and individual success in teras of '
agency~developed criteria that address program cost, progran hpact on organintlon‘l and individ-
ual performance, and .the extent to which other mlounel subsystens are affected and strengthened.
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.

2=-2. OPM Leadership Responsibilities and Services.

- To eury out {ts bbll;ttlona under snwtc, oPM 1t responsible for providing the following
gumncc snd assistance:

@« Designing sn E-M-S develepment . appr:'neh t.h.t persits tailoring ‘systems and programs to
specific agency and fedividual needs, while -tiu muurin‘ zhnt the onnn E-M-S development needs
+ -of the Pederal governaent are met. - - : :

‘¢ ., .mc-®. Providing technical advies and assistence to n;encict on how their ueeds whd OPM's cmc—
tations can be met. '

é. Developing and maintaining a competeancy-based model of effective performance for Federal
oxoeuuvu. asnagers, sad supervisors.

DEPT P Puviding methods and _services ' for . the _systematic. ‘assessasnt - of. s-%-s Jhulop-tnt '
< T aeeds tnmctu. xrom, and maludml-.

- Devploping:.ead ngintaining a2 n;tie-dd‘.‘ conpet.uy-buod curr!t.ulu for Federal execu- )
una. -ngen. sod npcrvhou. _ S : : . ) . ..

!. Conductiag ngolng dcvelmné:l _tftott; with ageuncies: to identify and promote new manage-

2 . ment uehiguu ‘sod p'ncucu and to incorporate these iato E~M-S development. ’ oo
u . g.%g:&;umtm the performance-of agency E~M-S-development prograss.
£ v - tc Sharing  isformatiop wutith :l_gcnéicp'fm the -resalts of 0PN amd other agency efforts to . . Sk

. achiave nmnnt muom m zcn'rmen:.

"

. vau.i.u muhmad m guutm as appropruu.
3-3. PNE mxm snd Bvaluation.

.. , g The best inuum of the: hd.nl governmeut, a® dnn as spectfic provisions: of statote
- {3 usc 3396(b)) and ‘regulation (5 CrR $412.105), nquin that OPN snd the sgencies work together
" to evaluats the benefits and costs of the E=-N-S development prograus {n Pederal agencies.

a. 'M‘ y Requirements. Smciftuuy. agencies are required to:

Ce -{1). Maintain adequate docuaentition of progrsa efforts sad costs to dnonutnte that JPM
ST - .. aund sgency E=M=S develapment poltchg are-being hph-onud. and '

,;_‘ R I (2) hhit ‘program.: tn!oruﬂorw OPYN-. as . Tequasted to assist in govu-nunt-udo svalue—-
» o ‘tion efforts.

b, OPM Responsibilities.

(1) OPM will analyze Pederal E-N-S development progras trends and sccomplishuents using
available data base systems, results of periodic ousite agency reviews, and feedback
from agencies received as part of E~N-S development program assistsnce. The results

.. '#f these snalyses will bde shared with agencies and fora the dasis for OPM policy,
) >~ leadsrship {oitistives, ;and requiremsents that mey be established to assure the
.- dcvolopmnt of managenént excellence in goverament.

(2) opM uul contidue to work with qcneiu to implement th. requireasents of 5 CFR
Part 612 on execitive uul managensnt dcvolomout.
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smmmn:. " SPECIFIC -E~M-S DEVELOPMENT PROGRAMS AND PROVISIONS

s for Specific- t Levels:and Career Transitions.

. 3y desigatng T-1-5-developaent progreus- sccording o the princtples ‘and requirements outlined

- ‘in°“this chaptar, agencies will produce coherent, integrated systeas that {ideatify and address’

development aseds throughout their sanagement teans.uith. activities tailored to appropriate sub—
"~ groups @ithin thoss tesws, Such subgroups sre slieady identified to soas degres by specific provi-
- sions in law and regulation. Examples of these sudgroups aad some or their relevant program and
development considerations are listed belowv.

a. sﬁgwlnr-. Cousistent with 5 CFR $410.201(a)(3) agencies should consider supervisors
.- ®m8 8 group snd project their short- and long-term training program needs. '

"'_-""'_‘ (1) Tor meu firstrlidé superviscrs, .particular sttentiom shonld he paid “to developing
T T v appropriate wmanigesent - conpatsncies aud characteristics for this ini{tial stage of
their "second carser”.. Primarily, thts iavolves. basic - suparvisory skills, aud
7Y effective communication and iatsrpersonal relatioms. Ia addition, however, an
<+ . understanding of ‘the Pederal management role in general and  how fndividual managers
| -+ “contribute to:schisving managessnt excsllence provides ea. important frame.of rafer-
v - gunew for their mew careert. ’ - : ‘ S s
(2) Incembeat ‘supervisors ~should malntain those specific technical or professiomal
: T compatancies that continue to play a major role in their effectiveness on the job.
© * ™ % Beyond this, longer—tensred supervisors: should develop advanced skills fa guiding
. “.gnd monitoring subordinates, tacluding leadership skills in taking sctions to direct
Ao -7+ -thete work units toward achieving results. -Also, they.. should stay curreat with
sl L0l Agovernment-wide. initiatives: that inprove . basic - adninistrative: sud. resource aanaze-
- . esat systems.. . - [ . o ’ N :

-~

~

- (1) New managers will need development aimed at providing that {ncrement of management’

compatencies and ehancurhilcs'tlnit broader job responsibilities require. They
R . nssd a clear understanding of their wmore direct rola in implessnting national poli-
CooT .. - cies end progrsms and 1ts relation o supervisory snd ewecutive bSehavior. They sust
ST - rethtarpret and sdjost thete existing:=skills snd sttributes to meet the dessnds of
' this aew role. Some new areas of competency must be acquired, especially in func-
tions like plaaning and evaluation, and this managesent level often requires aew
competencies for nmanaging resources effectively under various central management
agency policies and programs. Finally, attributes like tenacity, flexibility, ini-

tiative, and vision must be cultivated and applied in new settings.

. 7 (2). Incumbint managers will need to keep abresst of techmological changes and relevant
"+ - policy sud prograw tnitiatives:  Those who make career transitions within this level
(e.g., from staff to line positious or field to hesdguartars locations) will need to

assess the .requirements of their new positious and develop new skills or brosden

their existing skills further. " Senior wmanagers, too, nesd updatiag aad advanced
~practice in the behavior that has supported their management excellence in ‘the psst.

(3) ,ﬁamgcmen: candidates wh'o'ha've never held a supervisory position, i.e., specialists
- identified as having management pdtential, may need opportunities to assess and
develop their basic ‘supervisory skills.
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c. Executives. The law is clearest on establishing agencies' obligation to provide sysier
~atic l.nlo,nnz for and within the SES. The tq;’odntbility_.for developing SZS menbers is shired
‘by the fndividual mgu:tvcg‘.ﬂd;ﬁoit ageagy ERB's. ' ) ’ ‘

(1)  locombentt SES Mesbers. -(a) ' 5 USC 3396{s) ‘and S CPR $§412.103(a)(1) require ajenclas
to ..l‘hbillh_ptogtal‘“:fot the comtinuing developmwent of SES members. Tae mnost
effective sxecutive perforsance combines hizhly developed managenent competencies an}
chacabteristics with an up-to-dsBe appresiation of the environment In which those .
skills can ‘Be applied to serve thw aations]l inferest. That eaviroamant is a hizhly
"complex worid of constant change. “Executives msst be knowledgeable about such areas
= as: tachnological developaents, new legislation, {ondvative mamagement practices,
and current policy aand program initiatives. The SES {ndividual developaent plan
(IDP) can serve as the priasry tool for sasuring executives aaiatain curreacy in
appropriats areas.
(d) Agency prograas must include the preparation, implementation, and regular
updating of an IDP for each SES member. The IDP requirement may be met by appeniing A
i " & brief listing of developmental objectives and specific proposed developmeatal . -
: asctivities to esch sanior asecutive's annusl performance plan. 4n elaborste paper—
. work systean is not aeedsd. The IDP should focus' On assessing personal ctompetencies
-~ sgatust the compatstties remiired:for. dptimum -performance in the correat or 2 pro—
: spective position; especially thoss regquired for {uplepeating national policies 331

- - program dnitiatives, fThe TRB -sust approve each. plan. - OPY encoursges agencies to

use the.IDP-ds a planning S4vica to derive optimal performance from.both SES meaders
‘and -their orgauisstions. ‘ '

(2. S Capdidutes.  -Gndeg S USC 3396(a) amd 5. CFR '$612.103(a)(2) “and - $412.107(c),
R  agencies vith positions-in the SES are required to establish prograss for the devél-
2, opsent of ‘candidates  foxr the SES. .Agencies sheuld ‘foeus primarily on individuals

“v v 7o L% just below the SES, at e GS/GM-15" level.:: Agency ERB's provide the overall direc—

w, ‘4. " tisa sud:sagagsment of thebe prograns. Uection 3-27descrides these:programs waTe
oo -speeifically. o . :

3+2. SES Casdidats Bsvelopeent Prograss.

: --#OTE: .Beohuss™ of its spéoific statutory responsibilities comeerning the imple-
C e memtatisw of SES ‘pandidate development proghams in agencies, OPM took-a strong
: yole in designing the requivemimts for these ‘Drogwams.” The velztive volume of
- guidance provided for this program, compared with other programe amd groups
listed in section B-1, shoul® not be-interpreted as 21 iwdication of she level
of importance OPM places on- any of these programs. . ‘amy organizations, using
projected vacancies 28 a planming tool in designing and prioritizing development
- programs for the total.management teanm, could determine that -the development of

" their supervisdors and managers has a hirer resource priority.

_~@&e _Recruitment. . ST : . ~ '
-.". (1) ecruithent for SES candidate developmeat programs 1s the first step in a selection

s snd development process that can result inm sppointeent %o the SES. - As such, 11 is
- subject to merit staffing procedures equivalent to: those used for f1I%tay . 35
positions.

(2) Agencies may establish dual prograas for SES candidste development, with appropriate
recruitment procedures for esch. Oue  program would be for developing candidates
serving in career or career-type positions. The other would be for developing can-
didates selected from outside the Federal goveranment and/or from employees serving
in other than career or career-type appointments within the civil service.

b, Devslopment Requirepents.

(1) Individual Development Plan. Each participant in s SES candidate development pro-

gram must have an IDP approved by the appropriate ERB. The - IDP must {dentify the

* developwental experiences designed to provide competency in the executive activity
areas considersd in the executive qualifications review process. ’
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- £2) SEcific Training Experience. Each IDP must include participstion in a curreat,
formal, interagency, executive~level trainiang experience with participants represen-

L hoting @ gr:llty of Federal agencies with a.broad nix of sissions. The tratniag expe-

~-a. o vtience say . be provided by either Eoverament ‘or ‘non-Governaent sources, but it must
- lnvc.iazh:.<.vu1:m.ogﬂf.nparoul. -.The.course of instruction must promote competence

;. and sffectiveness by astabdlishinga. working kaowledge of executive roles in govern-

. went,’ particularly: : : ' o
. . = the competency areas (or executive sctivity aregs froa the qualifications review
I ‘_grdtun)..cfonccming. "Integrating laternal aad Extarnal Issues™ and “Representing
-+ snd Coordinating™; ) ‘
- . ,o== showing sensitivity to politicel,  econoaic, end 9 ther ‘non-tacimical factors; and
== 7% ~7*=="gpprosching issues with a strategic view and broad perspective. -

- (a) Agencies may request OPM approval of a course or program by sending a

letter to OPM explaining how the program or course neets the criteria outlined
sbove. Requests should be sent to: : '

. Assistahit Director for Training and Developaent
T -DeSe Office of Personnel Manageasent '
.. -2.- 1121 Vermont Avenus, W
: Uhen & course or program is.approved, 0PN will norify the agencies. ' 0PM -mnd the
. ageucies are jointly responzibdie . for - wonitoring approved programs to easure they
.. . -continue to meet the criteria. . 1f a:progras no. longer meets thea, OPM will resciad
. +" approyal and notify the sgencies. " '
. - (D) DPM. w111 condider individual exemptions to this Tequirengat; however, OPM
... i-considers participation is a current, formal, interageacy, executive-level training
expérienca of ‘such inportance that exemptions %o the requiresent will be mads only
-under extraordinary circumstances. '

(3) Senior Advisors. Each participant in en SES candidate devalopment prograa -aust have

- aR-SES r @8 & senior advisor, Ad the asdvisor's effectiveness depends greatly

. %7 om the compatidility of the. individuals, agencies should try to favolve both céandi- _ _
. - . datas.and: advisors when initially assigning advisors .OT ‘when- considering changing . L

C D . Fthees essigments, | Advisors ahould grovide.a. broud,. luag-tern permpective, as wall ; R

(i lodndssighe about the orgenlation’s sssagenenty; Mlp candidates prepsie Inba; halp . .

<o Lont Afrange devalopmarnzal asaignmentss Aad miditor: the candidete's progress. Agincies - < -

Ll it dngure. that mdvisara ave. swes of thems
i 0 PTepNRed: o $ulf11] their roles.

. 8« Certification.

(1) Once an tndividual has successfully completed an OPM-approved executive development
' program, the ERB has nine months to request the Qualifications Review Board (QRB) to
-certify the individual's qualifications for the SES. Ta obtain certification, the
ERB must submit the following documents:
(a) A completed OPM Pora “1390, “Executive Persounel . Traasaction Fora";
(b)) A letter, signed by the Chairperson of the agency's ERB, contaiaing:
... .- == a brief appraissl of the gradusta‘s performance duriag the progrsa,
. © s T sir == a'siateesnt, that the iudividual has successfully completed all IDP
T 0T T sctivities, ‘
== the title, location, and date of the OPM-approved training experience,
and
== the ERB's approval of the subaission; aand
_ {(¢) A copy of the IDP linking the completed developnental activities with the
SES competsncy areas.

.- (2) "The ERB should sand the docunsnt package to its SES agency officer at:
.+ ... ] Office of Executive Personnel
U.S. Office of Personnel Management
-1900 £ Street, W
' Washington, D.C. 20415

(3) Qms certification of sn individual bdased on successful .completion of an SES candi-
date development progranm will remain valid as a basis for initiel career appointment
to the SESfor a period of 3 years, ‘or .until the date of initial career appointment
‘to the SES, whichever occurs. first.
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